The purpose of this study was to investigate how turnover intention relates to job satisfaction, organizational commitment, leadership, job performance, and work-family conflict among manufacturing workers in Tennessee, USA. A causal model was proposed, and a turnover intention survey questionnaire for manufacturing workers was developed. The data were collected from manufacturing companies in the Tennessee area and analyzed by SPSS and structural equation modeling (SEM). The results of our study indicated that job satisfaction and organizational commitment negatively and significantly affected manufacturing workers' turnover intentions, while work-family conflict positively and significantly affected turnover intentions. Although leadership indirectly influenced turnover intention, its effects on turnover intention were fully mediated by job satisfaction and organizational commitment. No effect of job performance on turnover intention was found in this study with manufacturing workers. The results suggested that policies for enhancing worker job satisfaction and organizational commitment, balancing work-family conflict, and improving leadership style should be proposed to reduce turnover intention.
measurability, significance and practicability. Thus, job satisfaction, organizational commitment, leadership, job performance, and work-family conflict were selected as predictive factors for manufacturing worker's turnover intention.
Job satisfaction has been considered the most crucial factor for turnover intention for many decades (Jamal, 1997) . Most researchers have reported that job satisfaction and turnover intention are negatively related (DeConinck & Stilwell, 2004) . However, the opposite opinion also exists; for example, Gu et al. (Gu et al., 2006) reported that there is no significant relationship between job satisfaction and turnover intention. As another significant predictor of turnover intention, organizational commitment has also been widely researched and measured in many different ways. The concept of organizational commitment was first proposed by Becker (Becker, 1960) around the beginning of the 1960s and by the studies developed by Allen et al. (Allen & Meyer, 1990 ) with three-component theory in the 1990s, namely, affective commitment, continuous commitment, and normative commitment. The point that organizational commitment negatively influences turnover intention, which means that employees with stronger organizational commitment are less likely to leave the organization, was also confirmed by many scholars (Meyer, Stanley, Herscovitch, & Topolnytsky, 2002; Wu & Polsaram, 2013) . Leadership has also been identified in previous studies as producing a significant negative impact on employees' turnover intention (Bycio, Hackett, & Allen, 1995; Martin & Epitropaki, 2001) . A study conducted by Ryan and Todd (Ryan & Todd, 2009 ) concluded that employees' job performance negatively affects turnover intention. Work-family conflict is defined as 'a form of inter-role conflict that will appear when it is difficult to balance the pressure of work and family' (Greenhaus & Beutell, 1985) . Some studies reported that work-family conflict could positively affect turnover intention (Blomme, Rheede, & Tromp, 2010) , whereas some studies reported that there is neither direct nor indirect relationships between work-family conflict and turnover intention (Post, DiTomaso, Farris, & Cordero, 2009 ).
To date, there has been no research on turnover intention among manufacturing workers. It is essential to examine the possible factors that influence manufacturing workers' turnover intention. Thus, the purpose of this paper is to identify the main predictors of manufacturing workers' turnover intention and explore the relationship between turnover intention and these predictors, such as job satisfaction, organizational commitment, leadership, job performance, and work-family conflict.
Literature Review

Turnover Intention
The study of turnover has received considerable attention from both academics and managers since the beginning of the 20th century, and several thousand publications on qualitative and quantitative investigations of turnover have been published since then (Muchinsky & Morrow, 1980; Griffeth, Hom, & Gaertner, 2000) . In the 21st century, turnover research continues to command widespread attention (Hom, 2011) . The root reason for this interest is that turnover leads to increased financial cost (Allen, Bryant, & Vardaman, 2010) , disrupts organizational function and operations (Ton & Huckman, 2008) , increases accident rates (Shaw, Gupta, & Delery, 2005) , and decreases customer service and quality (Hancock, Allen, Bosco, McDaniel, & Pearce, 2013) .
Over the years, scholars and researchers have proposed numerous definitions to better understand turnover intention. According to Tett and Meyer, turnover intention is defined as 'a conscious and deliberate willfulness to leave the organization' (Tett & Meyer, 1993) . Glissmeyer (Glissmeyer, 2012) suggested that turnover intention should be defined as 'the mediating factor between attitudes affecting the intent to quit and actually quitting an organization.' Due to the purpose of this research, turnover intention is defined as 'the degree to which an organizational member believes he or she would terminate his or her position at some unspecified time in the future' (Hinshaw, Smeltzer, & Atwood, 1987) .
Job Satisfaction
There are many factors, such as job strain, job satisfaction, organizational commitment, and income, that could affect turnover intention in various ways. However, job satisfaction was one of the earliest proposed and frequently mentioned influencing factors and has been considered one of the most critical factors in predicting turnover intention (Jamal, 1997; Gu et al., 2006) . According to Bright (Bright, 2008) , job satisfaction and turnover intention are reflections of the outlook, which is influenced by the degree to which employees' salient needs are satisfied by their work, that employees have about their employment.
A negative association between job satisfaction and turnover intention has been consistently reported by researchers. By investigating 480 extension agents with less than six years of employment, representing 12 states in the southern United States, Michael and Eric (Michael & Eric, 2013) stated that there is a strong and negative ijbm.ccsenet.org International Journal of Business and Management Vol. 14, No. 4; relationship (r = -.619, p = .000) between job satisfaction and intent to quit. Chieh and Gursoy (Chieh & Gursoy, 2016 ) suggested a significant negative relationship between job satisfaction and turnover intention (r = -.55, p < .01) based on their investigation results using data collected from employees of a midscale chain hotel.
Job satisfaction also affects employees' job performance. Chao et al. (Chao, Jou, Liao, & Kuo, 2015) used a cross-sectional structured questionnaire to collect data from 344 licensed professionals in a Taiwan rural regional hospital and the results showed a positive correlation between job satisfaction and job performance (β = .18, t = 3.06). Hence, the higher job satisfaction was, the greater the likelihood of higher job performance.
There is published evidence of a strong positive correlation between job satisfaction and organizational commitment (Gregson, 1992) . Based on the results of an analysis of two datasets, Gregson (Gregson, 1992) concluded that a significant positive relationship exists between job satisfaction and organizational commitment and that both variables should be included in models that predict turnover intention. Thus, employees with higher job satisfaction tend to have higher organizational commitment. 
Organizational Commitment
Organizational commitment has become an essential topic for organizational research because it is conceived of as a crucial variable in the literature associated with turnover intention (Somers, 1993; Omar, Anuar, Majid, & Johari, 2012) . Due to the high costs associated with employee turnover, understanding the relationship between organizational commitment and turnover intention may prove extremely important and useful for scholars and managers (Schwepker, 1999) .
Based on some research findings, it is not difficult to confirm that organizational commitment has a significant negative impact on turnover intention. Using a sample of 172 employees from across organizations in Malaysia, Ponnu and Chuah (Ponnu & Chuah, 2010) stated that a significant negative relationship exists between organizational commitment and turnover intention (r = -.715, p < .01). The similar research conducted by Michael and Eric (Michael & Eric, 2013) indicated that there is also a strong and negative relationship between organizational commitment and intent to quit (r = -.652, p = .000). Hence, employees with a stronger commitment to the organization will usually exhibit lower turnover intentions. In other words, a sense of commitment develops, which in turn may lead to the intention to stay with the organization when employees feel happy at work.
Hypothesis 4 (H4):
Manufacturing workers' organizational commitment has a significant negative impact on their turnover intentions.
Job Performance
The potential linkage between work performance and turnover intention was considered in earnest in the 1930s, and an association between work performance and turnover intention has been reported in many kinds of literature (Judge & Bono, 2001 ). However, Poon (Poon, 2004) and Podsakoff et al. (Podsakoff, J. Lepine, & M. Lepine, 2007) stated that the potential relationship between work performance and turnover intention remains unsystematic and limited, even if the various determinants of work performance have been identified. Cropanzano et al. (Cropanzano, Rupp, & Byrne, 2013) have shown that an employee with higher work performance and tends to have weaker turnover intention; therefore, employees who leave the organization exhibit poor work performance before resignation. Based on research that has demonstrated and argued that high performers tend to receive higher rewards, Joseph et al. (Joseph, Kok-Yee, Koh, & Ang, 2007) stated that work performance should be negatively related to turnover intention through enhanced job satisfaction.
Hypothesis 5 (H5): Manufacturing workers' job performance has a significant negative impact on their turnover intention.
Leadership
Leadership is also a primary factor that can affect employees' turnover intentions, and the relationship between the two has been explored by some researchers, such as Bass (Bass, 1990) , Bycio et al. (Bycio et al., 1995) and Martin (Martin & Epitropaki, 2001 ). Bass (Bass, 1990) stated that leadership could highly affect turnover ijbm.ccsenet.org
International Journal of Business and Management Vol. 14, No. 4; intention and showed that transformational leadership is the critical variable in reducing and mitigating turnover intentions. In the studies undertaken by Bycio et al. (Bycio et al., 1995) in the nursing profession, it was found that higher degrees of transformational leadership are associated with lower intentions to leave. Based on the study among employees of several commercial and profit-oriented-based businesses, Martin and Epitropaki (Martin & Epitropaki, 2001 ) discovered that transformational leadership has a significant negative effect on turnover intentions.
An impact of leadership on job satisfaction has also been found in many industries. Raimonda and Modesta (Raimonda & Modesta, 2016) 
Work-Family Conflict
Work-family conflict refers to "a form of inter-role conflict in which the general demands of time devoted to and strain created by the job, interfere with performing family-related responsibilities" (Greenhaus & Beutell, 1985) . Many findings have been reported by researchers about the relationship between work-family conflict and employee turnover intention. (Karatepe & Baddar, 2006; Ahuja, Chudoba, Kacmar, McKnight, & George, 2007; Blomme et al.,2010) . These researchers suggested that there is a significant positive relationship between work-family conflict and turnover intention; in other words, if work-family conflict increases, then an elevated level of turnover intention would follow.
Karatepe and Baddar (Karatepe & Baddar, 2006) investigated frontline employees in the Jordanian hotel industry and found that work-family conflict was positively related to frontline employees' turnover intention (r = .43, p = .001). Similarly, an investigation conducted by Blomme et al. (Blomme et al., 2010) found that both work-family conflict and organizational support are predictors of employee turnover intention in the hospitality industry. Ahuja et al. (Ahuja et al., 2007) suggested that work-family conflict is a crucial source of stress among IT road warriors, who are susceptible to work-family conflict issues, that may lower their organizational commitment and, as a result, is a potential antecedent to their turnover intention. Thus, employees who have higher work-family conflict are prone to have a higher intention to leave the organization.
Previous research has also shown that work-family conflict negatively affects job satisfaction (Cortese, Colombo, & Ghislieri, 2010; Armstrong Atkin-Plunk, & Wells, 2015) . In Italy, Cortese et al. (Cortese et al., 2010) conducted a descriptive correlational study to explore the causal relationship between work-family conflict and job satisfaction among 351 professional nurses. The results demonstrated that work-family conflict correlated negatively with job satisfaction (r = -.40, p < .01). Armstrong et al. (Armstrong et al., 2015) divided work-family conflict into three specific domains and examined them in relation to job satisfaction in a diverse sample of 441 correctional officers employed at 13 public adult correctional facilities. The results indicated that work-family conflict-time (r = -.35, p < .01), work-family conflict-strain (r = -.48, p < .01) and work-family conflictbehavior (r = -.28, p < .01) were all significantly related to job satisfaction. Thus, the presence of work-family conflict contributes to decreased levels of employee job satisfaction.
Hypothesis 9 (H9): Work-family conflict has a significant positive effect on manufacturing workers' turnover intentions.
Hypothesis 10 (H10): Work-family conflict has a significant negative impact on manufacturing workers' job satisfaction.
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Instruments
The job satisfaction measure was adapted from Spector's (Spector, 1994) Job Satisfaction Survey, which can evaluate workers' attitudes concerning aspects of their jobs. To reduce the workload of the participants in our study, we used five measures of organizational commitment developed by Meyer and Allen (Jaros, 2007) , which have been tested and validated mainly in the United States of America (Lee & Gao, 2005) . Four measures of leadership were also derived from Spector (Spector, 1994) . The work-family conflict measure was developed by Netemeyer et al. (Netemeyer, Boles, & McMurrian, 1996) to measure the work-to-family conflict of employees. A job performance instrument was adopted from Koopmans et al. (Koopmans et al., 2013) to measure workers perceived individual work performance. The turnover intention survey questionnaire was adopted from Lambert and Hogan (Lambert & Hogan, 2009 ) and was developed to measure employees' intentions to leave or stay with the organization. A pilot study was conducted to test the reliability and validity of each item of the survey questionnaire, and all the items were retained due to the favorable results.
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International Journal of Business and Management Vol. 14, No. 4; To examine the relationship among job satisfaction, organizational commitment, leadership, work-family conflict, job performance, and turnover intention, canonical correlation coefficient methods were used to compute the correlations and the strength of different variables. Table 2 displays the correlations among all of these variables in the model. With only a few exceptions, job satisfaction, organizational commitment, leadership, and job performance have a negative relationship with work-family conflict and turnover intention. Moreover, job satisfaction and organizational commitment are strongly, negatively related to turnover intention, and work-family conflict is strongly, positively related to turnover intention.
Results
Correlation
Model Evaluation
An SEM path analysis technique was employed to test the hypothesized relationships between the independent and dependent variables. The factor loading for each item and the elimination of individual items from the model processed by the preliminary factor analysis are shown in Table 3 . According to some previous studies (Tabachnick & Fidell, 2007) , factor loading values at 0.32 or greater are considered acceptable, whereas those greater than 0.55 are considered good. Table 3 shows that the smallest factor loading is 0.576. Thus, all the loading values of the items to the corresponding dimensions are greater than 0.55, illustrating that the construct validity of the survey questionnaire was good. A reliability and validity test of the constructs was performed after the preliminary factor analysis, and the results are shown in the following subsections. Thought of quitting frequently 0 . 8 7 5
Thought of switching current job 0 . 8 7 2
T h e d e s i r e t o l e a v e c u r r e n t j o b 0 . 8 3 2
Measurement Model Analysis (Outer Model)
Reliability analysis
The reliability of instruments was estimated by means of the internal consistency, which by evaluating the within-scale consistency of the responses to the items of the measure. Cronbach's alpha is the most widely used method for estimating the internal consistency, and it is assessed using 0.7 as the cutoff point criterion. All constructs in the turnover intention model demonstrated sufficient levels of internal consistency reliability, as shown in Table 4 . The Cronbach's alpha values ranged from 0.781 for 'Organizational Commitment' to 0.913 for 'Turnover Intention'. Composite reliability is also a convenient and sufficient test used to examine internal consistency, which, according to the general rule of thumb, should be greater than 0.7 to be considered adequate. The composite reliability values estimated for each of the constructs ranged from 0.851 (Organizational Commitment) to 0.935 (Turnover Intention) and are listed in Table 4 . Cronbach's alpha assumes unidimensionality, and the items are equally related to the construct and are, therefore, interchangeable. However, composite reliability takes into consideration the varying factor loading of each item. Therefore, the more factor loadings fluctuate among items, the higher the discrepancy between the values of Cronbach's alpha and composite reliability. All the values obtained from the Cronbach's alpha and composite reliability indicate that the variables in this study have a satisfactory level of internal consistency. 
Convergent validity
Convergent validity essentially refers to the degree of similarity between the scores of the two instruments that are supposed to measure the same concept. Therefore, a relatively high correlation between the two instruments should be expected. In this study, internal consistency convergent validity is assessed using indicator reliability (factor loading) and average variance extracted (AVE). A 0.50 cutoff criterion for convergent validity was considered acceptable for all the constructions. As shown in Table 4 , the AVE values range from 'Organizational Commitment' with a value of 0.540 to 'Work-Family Conflict' with a value of 0.826. These values indicate that all variables have an acceptable level of convergent validity. In other words, a construct converges or shares a high proportion of variance formed from all of the items.
Discriminant validity
Discriminant validity refers to the scores of the two instruments that are supposed to measure a related but different concept. Discriminant validity in this study was assessed using the Fornell-Larcker criterion analysis by comparing the square roots of the AVEs for two latent variables and their intercorrelations. The correlation matrix, which includes the correlation between variables in the lower left off-diagonal elements, and the square root of the AVE along the diagonal are shown in Table 5 . The results imply adequate discriminant validity because all the diagonal elements are greater than any other element in the corresponding row and column. 
Structural Model Analysis (Inner Model)
The construct measures are reliable and valid and have been confirmed in the previous section. We will continue to address the assessment of the structural model results in this section. Six variables were derived from the measurement model analysis. The key criteria for assessing the structural model, such as path coefficients, the coefficient of determination R 2 , effect size f 2 and the predictive relevance Q 2 , are examined in the following sections. The collinearity issue is that any indicator exhibits high intercorrelations or interassociations with other ijbm.ccsenet.org
Collinearity assessment
International Journal of Business and Management Vol. 14, No. 4; indicators in the same construct. Collinearity can result in several problems, such as variation inflation issues or unstable and unreliable regression estimates. Normally, collinearity can be measured by variance inflation factors (VIF) and tolerance. The SmartPLS results in Table 6 show that all the VIF values for all the predictor constructions were clearly below the threshold value of 5. The predictor variable of 'Work-Family Conflict' to a latent variable of 'Job Satisfaction' had the highest VIF value of 4.010. Therefore, it is concluded that collinearity is absent among predictors in the structural model.
Path coefficients
The path coefficients explain how strong the effect of one variable is on another variable, and the weight of different path coefficients enables us to rank their relative statistical importance. The range of the standardized path coefficient value is from -1, which represents the strong negative relationship between constructs, to 1, which represents the strong positive relationship between constructs. The estimates of the path coefficients, which represent the hypothesized relationships among the constructs, are obtained for the structural model relationships after running the PLS-SEM algorithm. The significance of the path coefficients is determined by the p-value, which is calculated using the bootstrapping method. The estimated path coefficients and the significance level are shown in Figure 2 and Table 8 . Comparing the relative importance of factors that affect 'Turnover Intention', it is observed that 'Job satisfaction', 'Organizational Commitment' and 'Work-Family Conflict' were most important. Additionally, 'Leadership' and 'Work-Family Conflict' significantly impact 'Job Satisfaction', and 'Job Satisfaction' significantly impacts 'Organizational Commitment'.
The coefficient of determination R 2
The coefficient of determination is a statistical measure of how well the regression predictions approximate the actual data values. It is used to measure the amount of variance explained by the model, which represents the combined effect of independent latent variables on the dependent latent variable and is calculated as the square of the correlation coefficient (r) between the sample and predicted data. The R 2 value ranges from 0 to one, where values closer to 0 represent a poor fit while values closer to 1 represent a perfect fit. The R 2 values for 'Turnover Intention', 'Job Satisfaction' and 'Organizational Commitment' are 0.574, 0.375 and 0.570, respectively. However, the coefficient of determination R 2 for 'Job Performance' is only 0.164. This result illustrates that the model moderately fits the data, as in the behavior studies and the complexity model.
Effect size f 2
To evaluate whether the omitted construct has a substantive impact on the endogenous constructs, Cohen (Cohen, 1988) defined an effect size f 2 that represents the change in R 2 value when a specified exogenous construct is omitted from the model. The effect size f 2 of all the predicting constructs was also obtained after running the PLS-SEM algorithm, as shown in Table 7 . It is easily observed that 'Job Satisfaction', 'Organizational Commitment' and 'Work-Family Conflict' have an above medium effect size, indicating that these variables are the influential factors affecting 'Turnover Intention'. Therefore, the organization must pay special attention to the manufacturing worker's job satisfaction, organizational commitment, and work-family balance. In addition to evaluating the structural model, the Stone-Geisser Q 2 value (Geisser, 1974; Stone, 1974) should be examined to determine the model's predictive relevance, which accurately predicts the data points of indicators in reflective measurement models of endogenous constructs and endogenous single-item constructs. A Q² value greater than zero for a certain reflective endogenous latent variable indicates the path model's predictive relevance for the particular construct. The predictive relevance Q 2 values were obtained after conducting the blindfolding procedure. The results show that the Q 2 values for 'Job Performance', 'Job Satisfaction', 'Organizational Commitment', and 'Turnover Intention' were 0.035, 0.254, 0.294 and 0.373, respectively. ijbm.ccsen Therefore criterion.
Hypo
Confirma hypothesi between Work-Fam hypothese that were Table 8 International Journal of Business and Management Vol. 14, No. 4; H1 stated that job satisfaction has a significant negative effect on workers' turnover intention. As is evident from Table 8 , the path coefficient between the two variables is -.415, and the p-value is .023. Thus, the negative relationship between job satisfaction and turnover intention is significant. Moreover, the results of the correlation test indicated a significant negative association between job satisfaction and turnover intention (r = -.729, p < .001), as shown in Table 2 . Consequently, hypothesis H1 is supported. The same result was also found from many different scholars who all concluded that manufacturing workers are satisfied with their jobs, leading to a decrease in turnover intention (Hellman,1997; Lu, While & Barriball 2005; Hayes et al., 2006) .
Job satisfaction showed positive significant correlations with job performance (r = .503, p < .001). This result implies that manufacturing workers who have higher job satisfaction also have higher job performance. However, the results of testing the SEM indicated an insignificant influence of these two variables (β = .405, p = .079), as shown in Table 8 . Therefore, hypothesis H2 was rejected.
H3 stated that job satisfaction has a significant positive effect on workers' organizational commitment. As is evident from Table 8 , the path coefficient between the two variables is 0.596, and the p-value is .000. Furthermore, the results of the correlation test indicated a significant positive association between work-family conflict and turnover intention (r = .789, p < .001). Thus, hypothesis H3 was accepted.
H4 predicted that organizational commitment has a significant negative effect on turnover intention. As is evident from Table 8 , the path coefficient between the two variables is -.315, and the p-value is .000. This result illustrates the significant negative influence of organizational commitment on turnover intention. Additionally, a significant negative relationship between organizational commitment and turnover intention (r = -.697, p < .001) was presented in the correlation test, as shown in Table 2 . Accordingly, H4 was supported.
The results in Table 2 show that there is no significant association between job performance and turnover intention (r = -.351, p > .05). Moreover, the results of testing the SEM indicated an insignificant influence of these two variables (β = .088, p > .05), as is depicted in Table 8 . Therefore, hypothesis H5 was rejected.
The results in Table 2 show that there is a significant association between leadership and turnover intention (r = -.475, p < .001). However, the results of testing the SEM indicate an insignificant influence of these two variables (β = .129, p = .450), as is shown in Table 8 . Therefore, hypothesis H6 was rejected.
H7 stated that leadership has a significant positive effect on workers' job satisfaction. As is evident from Table 8 , the path coefficient between the two variables is .455, and the p-value is .001. Furthermore, leadership showed positive correlations with job satisfaction (r = .641, p < .001), as is shown in Table 2 . Thus, the positive relationship between leadership and job satisfaction is significant, and hypothesis H7 is supported.
The results in Table 2 show that there is a significant, positive association between leadership and organizational commitment (r = .628, p < .001). However, the results of testing the SEM indicate an insignificant influence of these two variables (β = .234, p = .067), as is shown in Table 8 . Therefore, hypothesis H8 was rejected.
H9 stated that work-family conflict is a significant predictor of manufacturing workers' turnover intentions. As is evident from Table 8 , the path coefficient between the two variables is .304, and the p-value is .047. Additionally, the results of the correlation test indicate a significant positive association between work-family conflict and turnover intention (r = .602, p < .001). Thus, hypothesis H9 was accepted.
H10 stated that work-family conflict has a significant negative effect on job satisfaction. As is evident from Table 8 , the results of investigating the SEM present a significant, negative effect of work-family conflict on job satisfaction (β = -.241, p = .003). Furthermore, the results of the correlation test indicate a significant positive association between work-family conflict and turnover intention (r = -.541, p < .001). Thus, hypothesis H10 was accepted.
Discussion and Conclusion
Summary of Findings and Implications
The primary goal of this study was to investigate the relationships among job satisfaction, organizational commitment, leadership, work-family conflict, job performance and turnover intention in a sample of Tennessee manufacturing workers. Both positive and negative findings are summarized below, and their theoretical and practical implications are briefly discussed as follows.
Many different measuring instruments for turnover intention have been used in past studies. However, the mean scores and the percentages of the high perception method could provide a direct reference for potential turnover behaviors. The score for the five items for turnover intention ranged from 2.18 to 2.51, and the mean score of the overall perception of turnover intention was 2.37, which is very close to the five-range-scale 2 -disagree. The participants who chose 1 -strongly disagree and 2 -disagree were considered to have the high turnover intention; in contrast, those who chose 5 -strongly agree and 4 -agree were considered to have low turnover intention. Based on the frequency results, the percentage of low turnover intention participants for each item of turnover intention were 58.0%, 58.0%, 57.2%, 63.0% and 69.6%; however, the percentage of high turnover intention participants for each item of turnover intention was 19.6%, 19.6%, 21.0%, 10.9% and 10.9. Although this implies that the turnover intention of manufacturing workers was much smaller than that of other industries, such as IT workers or health workers, more attention should be paid to manufacturing workers in Tennessee to reduce their turnover intention.
The hypothesis test results show that job satisfaction and organizational commitment have a significant negative effect on turnover intention, but work-family conflict has a significant positive effect on turnover intention. This result illustrates that job satisfaction, organizational commitment, and work-family conflict are the determinants of turnover intention for manufacturing workers.
The results of our model indicate that job satisfaction has a significant negative impact on turnover intention and support the work of Hellman and his colleagues (Hellman, 1997) who also concluded that there is a significant negative relationship between job satisfaction and turnover intention. This result offers an explanation for why a decrease in turnover intention occurs when workers are satisfied with their jobs (Lu, While & Barriball, 2005) or why an employee who develops a positive attitude toward his/her job and feels more satisfied with his/her job will have more intent to stay with his/her organization (Chen, 2001 ). However, some scholars argue that job satisfaction has no significant net influence on turnover intention and only serves as a mediating variable between the other variables and turnover intention (Price & Mueller, 1981) . The significant positive relationship between job satisfaction and organizational commitment illustrates that greater job satisfaction produces greater organizational commitment. Similar conclusions were drawn by Williams and Hazer who reported that the absence of job satisfaction, such as achievement, recognition or job content, often leads to the reduction of organizational commitment. This implies that manufacturing organizations should begin to work toward developing a deeper understanding of job satisfaction by creating strategies that will contribute to the improvement of the conditions of employment, which will have a positive influence on the commitment of their workers. Management should first determine the particular aspects of the job that contribute to satisfaction or dissatisfaction among manufacturing workers, which will enable them to determine the areas that require improvement.
Consistent with many previous studies, there is a significant negative relationship between organizational commitment and turnover intention (Nipius, 2012) . It was confirmed that employees' intentions to stay with an organization increase when they feel happy at work and a sense of commitment develops. Allen and Meyer (Allen & Meyer, 1990) proposed the three-component model, which contains effective, continuous and normative components, and proved that organizational commitment is negatively related to intention to leave. Some studies showed the insignificant effect of organizational commitment on turnover intention due to the poor response rates and biases of the respondents (Iqbal, Ehsan, Rizwan, & Noreen, 2012) . These authors argued that organizational commitment no longer plays a role in decreasing turnover intention if an employee is presented with the best opportunities or required working conditions. Therefore, these results suggest that management should regard lower levels of organizational commitment as a method of coping with an unpleasant emotional state and as an attempt by workers to reduce their contributions to the organization in order to restore an equitable exchange relationship. It is also recommended that management apply relevant remedies in order to prevent withdrawal behaviors such as turnover intention.
Leadership, one of the variables given considerable attention in the literature review as a significant determinant and intervening variable, was found to have a significant net influence on job satisfaction and organizational commitment but no significant net influence on turnover intention. This finding is consistent with the finding of a previous investigation on job satisfaction that a lack of effective leadership skills negatively affected employee job satisfaction. Thus, manufacturing workers' perceptions of leadership skills have a significant positive impact on their job satisfaction and organizational commitment. Surprisingly, some previous research, such as the study conducted on assistant coaches in the USA by Wells and Peachey (Wells & Peachey, 2011) , proved a significant negative relationship between leadership behavior and turnover intention, but our results showed a nonsignificant relationship between these two variables. Thus, this hypothesis is rejected because leadership is not an important factor in manufacturing workers' turnover intention. However, job satisfaction and organizational commitment are both very important mediating variables for leadership and turnover intention.
The causal model also showed that work-family conflict negatively influenced job satisfaction but positively affected turnover intention, which has also been proven in many other studies. Lu et al. (Lu, Hu, Huang, Zhuang, ijbm.ccsenet.org International Journal of Business and Management Vol. 14, No. 4; & Guo, 2017 believed that there is a positive relationship between work characteristics (night shifts, minimal control over work hours or unpredictable scheduling requirements) and work-family conflict and a positively relationship with turnover intention. The results also showed that work-family conflict has a positive impact on turnover intention with job satisfaction as a mediator. Hence, manufacturing workers who suffer higher work-family conflict also have lower job satisfaction and higher turnover intention. Thus, the present findings provide several important practical implications for management regarding work-family conflict. The first recommendation for reducing work-family conflict is that manufacturing organizations should offer formal work-family policies to their workers, such as flexible work schedules. Second, manufacturing organizations should provide adequate support for their employees. For example, management should provide adequate support when the employee is addressing family obligations, such as going to a child's football game or being present for a spouse who has a medical issue.
Unexpectedly, there is no significant relationship between job satisfaction and job performance or job performance and turnover intention. A study conducted by Carraher and Buckley (Carraher & Buckley, 2008) concluded that nurses who had poor job performance exhibited symptoms of intention to quit, such as searching for a new job or being absent from work. However, in our study, job performance was not a significant predictor of turnover intention.
Limitation
There is no doubt that our study had several limitations. The main limitation of this study was that the results had limited generalizability since all the variables were measured with data collected from manufacturing companies with only 138 valid datasets, which may limit the external validity. Nonetheless, the results of our study did provide insight into the reasons why manufacturing workers exhibited turnover intentions and into the predictor of the turnover intentions. The second limitation of this study was that our study used a self-reported questionnaire, which may produce a lack of control over respondents or a significant threat of common method variance.
Conclusion
In this study of manufacturing companies, we tested the relationship among job satisfaction, organizational commitment, leadership, work-family conflict, job performance, and turnover intention. The results concluded that the turnover intention of manufacturing workers was significantly associated with job satisfaction, organizational commitment, and work-family conflict. Leadership was also significantly related to turnover intention, but its effects on turnover intention were fully mediated by job satisfaction and organizational commitment. Job performance was not a critical factor of turnover intention for manufacturing workers. Hence, our research suggested that the policymakers and administrators in the manufacturing company should develop appropriate policies that focus on job satisfaction, organizational commitment and work-family conflict to achieve the objective of reducing turnover intention. Measures should be implemented to enhance workers' job satisfaction and organizational commitment, balance work-family conflict, and improve the leadership style.
